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Purpose: The objective of this paper was to determine the differential patterns of transitional 
employment aspirations and training and development needs by gender and age within local 
government.   
Design/ methodology/ approach: A quantitative survey methodology was used to identify 
aspirations in a sample of 1068 employees from the Australian Local Government Association.   
Findings: Mature aged women were very interested in continuous learning at work despite their 
limited formal education.  Regardless of age group, males and females preferred technical and 
administrative training respectively.   
Practical implications: Through the identification of age and gender patterns of transitional 
employment and training and development aspirations, long term strategies to develop and retain 
women in local government may be developed.    Findings suggest that mature aged women would 
benefit from additional training and development to facilitate entry into management and senior 
administration positions.   
Social implications: Mature aged women were found to be a potentially untapped resource for 
management and senior administrative roles owing to their interest in developing skills in these 
fields and pursuing transitional employment.   Younger women may also benefit from training and 
development to maintain their knowledge and skills during breaks from employment due to family 
responsibilities.    
Originality: Prior studies of transitional employment seldom compare samples for gender and age 
differences.  The inclusion of gender is also important for local government due to gender 
segregation of employment patterns.  
Key Words: Age, Gender, Training and Development, Transitional employment, Retirement  
Type of Paper: Research paper 
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Introduction 
Global demographic trends depict an ageing population in response to increased 
longevity and declining birth rates.  According to the Organisation for Economic Cooperation 
and Development [OECD] average in terms of population projection, Australia is a prime 
example of an ageing population, with 13% of the population currently aged over 65 years, a 
figure which is expected to increase to 26% by 2050 (OECD, 2006).  According to the Australian 
Bureau of Statistics (ABS, 2005), the current life expectancy is 74.3 years for women compared 
to 70.9 years for men, with the life expectancy anticipated to increase by approximately eight 
years for children born between the years of 2003 and 2005 (Australian Institute of Health and 
Welfare [AIHW], 2007).   There may be a greater need for women to work in retirement 
compared to men due to their longer lifespan combined with less financial security.  Three 
factors have been identified as contributing to lower financial security in women.  These are the 
lower levels of formal education in women over 35 years of age compared to men, more limited 
labour force participation across the lifespan amongst women, and limited superannuation due to 
the gap in wages between men and women (Australian Bureau of Statistics [ABS], 2005b; 
Jefferson, 2005). However, according to Holden and Fontes (2009), the retirement incomes of 
women are projected to improve for younger cohorts due to increased participation in tertiary 
education by younger women, which is expected to improve their employment opportunities in 
youth and continue into mature age.        
The current study follows on from previous research by the authors (Pillay, Kelly & 
Tones, 2008; Pillay, Kelly & Tones, 2010), which investigated transitional employment 
aspirations for mature aged workers in local government with respect to time frame to 
retirement, education level and occupation level.  Gender is another variable of significant 
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interest in local governments, given that female and male employment patterns are entrenched in 
gender stereotypes (Pini & McDonald, 2008).  According to Paddon and Artist (2004), women 
dominate advanced, intermediate and elementary clerical positions in local governments, while 
the overwhelming majority of managers, tradespersons, production workers and labourers were 
men.  This paper reports on gender differences in education and occupation profiles, and 
transitional employment aspirations with a focus on training and development opportunities.   
The study reported here investigates how the patterns of transitional employment and training 
and development aspirations of women differ from those of men for younger and mature aged 
cohorts within local governments.  Mature aged workers are defined as aged 45 years or older in 
line with the ABS (2005a) definition, while younger workers are aged up to 44 years.  
Transitional employment refers to paid work which aims to increase the working life span of 
mature aged employees. This may include the exploration of new careers or the continuation of 
one’s current job at reduced or flexible hours (Pillay et al, 2010).   Men and women’s aspirations 
for transitional employment are expected to be influenced by their prior career paths, as well as 
attitudes to working in retirement and a sense of economic security.   
Career Paths and Gender 
 Since the 1990’s, careers have been described as cyclic or protean, categorised by job 
mobility, career breaks for education and other responsibilities or interests, and personal 
responsibility for career and psychological success.  Ozanne states that the career paths of 
women and men have converged since the onset of cyclic careers, and Woodd (2000) notes that 
women may be more adaptable to cyclic careers as their work patterns have historically included 
part time work and career breaks.  O’Neil and Bilimoria (2005) investigated the career paths of 
women across the lifespan.  They identified through an interview study of 60 women that 
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women’s career paths could be defined by a series of three stages: idealistic achievement, 
pragmatic endurance and re-inventive contribution.  Throughout these phases there were two 
common themes in women’s careers, which were external conflicts arising from family 
responsibilities and discrimination, and the importance of personal and professional 
relationships.      
O’Neil and Bilimoria (2005) propose that women’s careers begin in idealistic 
achievement, characterised by an internal locus of control, with the ambition to succeed and 
make a difference.  In this phase, women may face concerns about how to factor children into 
their working lives and experience discrimination in the organization.  Family responsibilities 
have been shown to disadvantage women in career advancement due to limited work hours 
which restricts  networking and access to management positions, as well as fewer opportunities 
for training (Makela, 2005; Metz, 2005).  In addition, a masculine work culture observed in 
management (Litzky & Greenhaus, 2007) and industries such as engineering (Ronen & Pines, 
2008), information technology (Michie & Nelson, 2006) and construction (Gale, 1994) may 
discourage women from entering or advancing in such professions.  The factors of family 
responsibilities and gender inequality in the organization described above begin to erode 
women’s idealism and halt advancement by the second career phase, which is pragmatic 
endurance.  In addition, a focus on relationships may strengthen during the pragmatic endurance 
phase due to decreased work centrality owing to concerns over choices and responsibilities 
relating to family.  The last phase is re-inventive contribution, which involves an interest in 
contributing to communities, organizations and families.   In this phase, careers tend to be 
ordered and have evolved out of or been encouraged by personal or professional relationships.   
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The value of relationships and intrinsic motives in mature aged women’s work has been 
explored in other research.  For instance, in Armstrong-Stassen and Cameron’s (2005) research 
on mature women in professional and managerial roles, intrinsic factors such as opportunities to 
grow and develop and organizational efforts to retain mature staff were seen as key factors to 
career satisfaction.  Similarly, the AARP Work and Career study in the USA indicated that 
mature aged women value work that contributes to society or helps others, while mature aged 
men appear to be more concerned with identity, self esteem and earning to support family 
members (Montenegro, Fisher & Remez, 2002).  Although Woodd (2000) asserts that relational 
aspects of work and intrinsic values are typical of female employees regardless of age, intrinsic 
values may sustain older women’s work motivation even if financial security is achieved.       
Findings from the Australian Social Attitudes survey (Millward & Brooke, 2007) demonstrate a 
that women may be more willing to work in retirement than men.  For example, Millward and 
Brook (2007) report that women are more likely than men to report that there is no ideal age to 
retire from paid work, and were less inclined than men to agree that all Australians should 
receive a full age pension.   
   
Current Study 
The focus of the current study was to investigate the demographic determinants of 
employees’ perceived training and development needs and preferences for transitional 
employment.  As part of a larger Australian Research Council funded linkage project1, 
employees of the Australian Local Government Association (ALGA) were surveyed on a variety 
                                                 
1 This study is an ARC linkage research (Grant no. LP05615450) jointly conducted by the Queensland University of 
Technology and the Local Government Association of Queensland as the industry partner  
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of transitional employment issues.  As the peak body for all local councils in Australia (72 in 
total), the ALGA is committed to the development and provision of HR reforms to meet the 
requirements of council members.  However, women may be disadvantaged by the masculine 
culture which values working long hours and full time work (McDonald & Pini, 2008).  Formal 
policies for women tend to focus on attracting women and equal opportunities in recruitment and 
selection rather than recruitment and selection (Paddon & Artist, 2004), while more extensive 
strategies such as flexible work are implemented sporadically and informally throughout 
councils.  Although there are no formal policies for mature aged workers, Pillay, Kelly and 
Tones (2010b) found that informal policies for mature aged workers were implemented on a 
fragmented and often case by case basis.       
Research conducted by the National Local Government Skills Shortage Steering 
Committee (2007) has revealed projected skill shortages in intermediate and lower level clerical/ 
sales and service workers, professionals and paraprofessionals, and tradespersons.  The report 
further identifies that an increasingly aged and female workforce contribute to skill shortages. 
This is possibly due to the incompatibility between the employment needs and abilities of these 
demographic groups and available vacancies within local governments.    An earlier research 
survey within the Local Government Association of Queensland (LGAQ), which is part of the 
ALGA, revealed that women were more interested in training and flexible work options than 
men, and in particular, mature aged women were interested in remaining employed for as long as 
possible (Pillay, Kelly & Tones, 2006).  By contrast, men were interested in early retirement 
irrespective of age, while younger men desired less physically demanding jobs.  This finding is 
most likely an artifact of the high percentage of men in outdoor work in local government 
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(Paddon & Artist, 2004), and reflects the issue of suitable redeployment of mature aged outdoor  
workers  (Pillay et al, 2010b).   
The current study will explore the demographic determinants of gender and age with 
respect to transitional employment within the ALGA, with a focus on training and development 
needs for transitional employment.  A focus on training and development serves the two specific 
aims of the study, which are to: (i) determine how transitional employment aspirations of women 
differ from those of men for younger and mature aged workers; and (ii) identify gender specific 
preferences for transitional employment and training and development amongst younger and 
mature aged male and female workers.   
Method 
Questionnaire development and rationale 
The New Initiatives Survey (NIS) was informed by consultative interviews held with 
local councils in Queensland and prior surveys tested by the research partners (see Pillay et al., 
2006; 2008; 2010).  Although the NIS was designed to evaluate a wider range of individual and 
organisational factors pertaining to transitional employment sections of the NIS relevant to the 
current study can be described in three sections.  The first section of the NIS asked respondents 
to provide demographic details including age, gender, education level and occupation, the second 
section focused on: interest in transitional employment opportunities; and the third section 
focused on willingness and preferences for training and development for transitional 
employment and training and development delivery in the workplace.  A copy of the NIS in its 
entirety is available from the first author on request.   
Procedure 
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The online survey was uploaded onto the Local Government Association of Queensland 
(LGAQ) website which is accessible to its entire sister associations around Australia. Through 
the ALGA network, LGAQ invited participant to volunteer to complete the survey. To encourage 
participants to complete the survey, reminders were sent via the LGAQ website and corporate 
emails, and followed up by training officers.  Participation was entirely voluntary and 
anonymous.  Data was collected centrally by the LGAQ and coded for entry into SPSS for 
analysis.   
Participant sample 
A total of 1, 068 local government employees aged over 16 years completed the NIS 
online.  Table 1 provides a breakdown of demographic characteristics for age and gender,  As 
can be seen in the table, 74% percentage of the overall sample was  classified as older workers. 
Amongst the older cohort, 43.5% was female, and in the younger cohort, 63% of the sample was 
females.  The educational profiles of men and women were similar in the younger age group and 
reveal that at least 84% of younger workers have some form of post school qualification.  
However, in the older cohort, women demonstrate an educational disadvantage as approximately 
one third possessed secondary schooling only, whilst mature aged men indicated an educational 
profile that was comparable to younger workers.  The occupational profiles for men and women 
are similar for both age groups.  In each case, a higher proportion of men occupy professional or 
managerial roles compared to women, which reflects the work culture of the ALGA.  The 
remainder of men and women surveyed were disproportionately employed in blue collar and 
administrative occupations respectively.   
 
INSERT TABLE 1 
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Results 
Interest in transitional employment and career opportunities 
 
INSERT TABLE 2 
 
Table 2 shows the percentage of responses and results of two way contingency table 
analyses for each of the 3 questions seeking to understand the willingness of the participants to 
be involved in transitional employment.  There were no differences between men and women 
overall, or between mature aged and younger women.  However, χ2 analysis revealed a 
significant age difference between younger and mature aged men with respect to interest in 
transitional employment, new careers and training and development.  Mature aged men were 
more responsive to transitional employment than younger men, whilst younger men were more 
responsive to new careers and training and development.   
Willingness to undertake training, and preferred content and methods 
 
INSERT TABLE 3 HERE 
 
Participants were asked whether they would undertake training and development prior to 
TE, and assuming the response was positive, further questions were asked about their preferred 
training experience.  As shown in Table 3, age based comparisons suggest that younger men were 
more likely than mature aged men to request training and development for TE.  However, there 
was no such difference between the younger and mature aged women. Thirty-eight percent of 
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younger workers and twenty seven percent of mature aged workers indicated willingness for 
training and development in TE.  While the younger cohort of men were driven by the prospect of 
obtaining a new qualification from training and development for TE leading to more 
opportunities, the mature age cohort of men preferred formal accreditation and qualifications to be 
optional—more interested in maintaining currency of their expertise.   
Further questions enquired about the content of training and methods of learning.  
Younger men indicated a preference for training programs in management compared to mature 
aged men.  When the mature aged cohort was analysed, interestingly, women were more likely 
than men to indicate an interest in management training.  In the younger cohort, men and women 
indicated stronger preferences for technical and administrative training respectively, which 
reflects the typical job profiles of men and women within local governments.  Finally, 
participants were questioned on their preferred methods of delivery of training for skill 
development.  One age difference was noted in that mature aged women were more likely to 
request a mixture of face to face and online training than younger women.  Considering gender 
differences , within the mature aged cohort, women were more likely than men to respond to 
“face to face and online” and “in house training”.    
Training delivery in the workplace 
 
INSERT TABLE 4 HERE 
 
All respondents were asked when skills training and development for TE should be made 
available to staff (see Table 4).  Younger workers of both genders were more likely to indicate 
that training should be available throughout employment compared to mature aged workers.  
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Gender differences emerged within the mature aged cohort, with men more likely to indicate that 
training and development should be offered “5 years prior to retirement” and women more likely 
to respond that training and development should be offered “when required”.   This notion of 
training and development should be provided “when required” also separated the mature aged 
women from their younger counterparts.  Mature women seem to subscribe to the just-in-time 
approach to training and development. .   
Participants were also asked to indicate their preferred training providers.  University 
provided training was more popular amongst younger workers of both genders which suggested 
a formal accredited program, while training provided by TAFE was more likely to be preferred 
by younger men compared to mature aged men, although an age difference was not apparent for 
women.  There was a gender difference for mature aged workers’ preference for employer 
delivered in house training, as women were more likely than men to prefer in-house training.   
Discussion 
Overall, the ALGA workers in the current study demonstrated positive attitudes towards 
participation in new employment opportunities and arrangements with a view to an extended 
working life, and women were slightly more likely than men to aspire to transitional 
employment.  This is consistent with the intrinsic value women place upon work, compared to a 
more extrinsic value for men (Woodd, 2000).  Both younger male and female workers exhibited 
almost identical patterns of educational attainment, transitional employment aspirations, and 
training and development preferences, suggesting, perhaps, there is greater difference between 
age cohorts then gender.  However, younger women were less likely to be employed in 
professional or managerial roles than younger men, despite identical educational profiles, while 
reflects the masculine culture of local government (Pini & McDonald, 2008).  The strong gender 
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stereotyping of administration roles for women and blue collar roles for men with ALGA is 
likely to be responsible for the younger workers occupational profiles and training and 
development preferences.   
Amongst mature aged workers, the gender differences in education and occupation 
profiles were more prominent.  In addition to the gender specific occupational profiles noted 
above there was a significantly larger number of mature aged women who reported secondary 
schooling as their highest educational attainment. Despite the potential disadvantage of a lower 
level of formal education compared to younger workers and mature aged men, the mature aged 
women had a more positive attitude to training and development, especially for management 
roles.  This is consistent with the “re-inventive contribution” phase of women’s careers described 
by O’Neil and Bilimoria (2005).   
Education, training and development as factors influencing transitional employment 
Previous research with the ALGA (Pillay et al, 2008; 2010a) has revealed that where the 
a highest educational attainment is secondary schooling it increases respondents’ unwillingness 
to participate in transitional employment, and presumably seek early retirement.  However, this 
did not appear to be the case for mature aged women with secondary schooling only, as  eighty 
eight percent  responded with an interest in transitional employment – the highest percentage of 
all groups noted in the current study.  An overwhelming positive response to transitional 
employment amongst mature aged women may be explained by their occupational status, as the 
majority of them were employed in administrative, professional or managerial roles, and 
previous analysis of the sample revealed that ninety percent  of white collar workers expressed 
an interest in transitional employment (Pillay et al, 2010a).  Administrative work and some 
professional roles generally provide more flexibility in terms of job sharing, part-time or home 
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based work, which may suit both younger and mature female workers (Paddon & Artist, 2004). 
The findings support previous research within the LGAQ, which also showed that mature aged 
women were very interested in training and development and transitional employment (Pillay et 
al, 2006). This is possibly because women’s careers have historically been composed by breaks 
and transitions owing to family responsibilities and their limited formal education and training 
opportunities compared to men (Woodd, 2000).  Mature aged women in the council, may feel 
especially constrained with respect to career advancement due to the lack of training offered in 
administrative roles (Gordon, 2011), as well as a masculine work culture and limited 
opportunities for women in management.  Current data revealed a pattern of increased interest in 
training and development in administration, professional and management areas. This comment 
provided by a mature aged professional woman within the ALGA expresses frustration with 
limited opportunities for educated women in council: 
It is a culture that is male dominated culture up there.  There is only 2 or 3 females and 16-18 
males.  All the General Managers are men – it’s a culture thing.  All advanced [Department Name 
Suppressed] which are all part of Council are all men – so you have no chance.  If you don’t fit the 
mould, they don’t care what skills you’ve got.   
 
Women in local government: reduced opportunities due to educational disadvantage and 
masculine work culture. 
In seeking transitional employment and training and development, younger and mature 
aged women were equally positive, although younger women indicated a preference for 
university provided training, while mature aged women were more interested in informal training 
as required.   This finding confirms survey research conducted in the LGAQ and ALGA that 
younger workers and women in particular, are interested in improving their qualifications and 
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work skills in ways consistent with their prior educational experiences (Pillay et al, 2006; Pillay 
et al, 2010a).  While many younger women within the sample were tertiary educated and did not 
exhibit educational disadvantage, the literature shows that maintaining skills and qualifications 
may be more difficult for women compared to men.  This is due to part time work and breaks in 
employment, as well as preferences for employees who fit with a masculine work culture and 
negative perceptions of pregnant and mothering women in the workforce (Makela, 2005; Metz, 
2005; Woodd, 2000).  Thus, the challenge for local governments may be to ensure that younger 
women’s qualifications and skills do not become obsolete as a result of reduction of work hours 
or discrimination.   
The preference for informal training amongst mature aged women may reflect their prior 
educational experiences or a discomfort with formal training institutions or methods of delivery.  
However, alternative explanations may include fewer years until retirement and therefore less of 
an opportunity to utilize their skills, or a lack of time to participate in training owing to parental 
or other care responsibilities outside of their work (Pillay et al, 2010b).  Therefore, it is important 
to ensure that training opportunities on offer within the local government are realistic and fit 
within the boundaries of mature aged women’s lives which often consist of multiple roles outside 
of work.  Findings from the current study indicate that investing in training for mature aged 
workers may be more worthwhile for women compared to men, as women were more interested 
in both training and development and participation in transitional employment compared to men, 
possibly to attain financial independence.  According to the National Local Government Skills 
Shortage Steering Committee (2007), “women with school age or older children” (p. 30) were 
identified as a under-utilized resource in recruitment.  A mature female administrative worker 
made the following comment: 
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I think a good strategy for Council to look at is to focus on women at home who want to return to the 
workforce.  They have had their children; usually their household is in order.  It won’t suit all jobs but 
it would be possible to offer a range of casual, permanent part-time or full-time based on what is 
required.  In most cases you would pick up people with really good skills, a commitment that you may 
not find in the young ones and a person that is not necessarily climbing the ladder for promotion.  
They just want to contribute and do it well. 
 
Despite the interest expressed in the above quote, given that men dominate management 
and senior administrative roles and , the masculine work culture in local governments  may lead 
to a perception that fulltime employment with appropriate qualifications is the only way to get 
promoted to management and professional roles (McDonald & Pini, 2008; Paddon & Artist, 
2004).  Such management approaches can be a deterrent to recognizing the value in recruiting 
women . The local councils were traditionally set up to provide utilities services to local 
communities and most of these services required tradespersons to deliver.  However, in recent 
years the mandate of local councils have expanded and many of the social, management and 
community development services have been included which necessitates the emergence of a 
more diverse workforce –both age and gender wise.  The inequality of women and men in 
professional occupations noted in the current study suggests that work culture issues may need to 
be revisited to provide assurance of equity as a key priority for the retention and promotion of 
women with the local government.  For instance, Pini et al (2004) have examined the use of 
networks amongst women in management to compensate for the potential lack of mentors and 
support due to few women occupying these roles within local government.   
Gender inequalities in educational attainment were potentially expressed in the varied 
training and development needs reported by mature aged women.  In the current study, training 
preferences ranged from in-house training involving face to face to  online formats, which is 
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consistent with a need to upgrade a secondary school education (Pillay et al, 2008), to more 
advanced training in management and professional areas as provided by university or TAFE 
providers, consistent with higher levels of educational attainment (Pillay et al, 2010a).  Despite 
their interest, mature aged women with limited formal schooling may feel threatened by formal 
accreditation delivered via university or TAFE institutions due to their lack of prior experience 
with formal education system.  As such, strategies to support mature aged women may require 
more support and different training and development formats compared to younger women.  One 
possibility is work integrated learning, which involves work activities aligned with learning 
objectives, as well as assessment activities (University of Canberra, 2010).  Mature women’s 
preferences for face to face and online learning could be accommodated via work integrated 
learning, through in house adult learning methods such as courses, seminars or learning groups 
(Svensson, 2004).  The process of work integrated learning could also become more formalized 
via partnerships with universities or vocational institutions, which may be of interest to mature 
women planning to upgrade their qualifications (Orrell, 2004). 
Formal work integrated learning may also benefit younger women interested in a career 
change.  In the current study, a minority of younger women (11%) were interested in technical 
training and development, so programs to facilitate in the transition of female employees into 
non-traditional roles within council such as engineering could aid in providing new career paths 
and addressing skill shortages.  Just under 8% of blue collar workers in the current sample were 
female.  Earlier research has shown that female employment in non traditional areas is subject to 
similar obstacles as female employment in senior management.  For instance, in the field of 
information technology, women are socialized to be disinterested and have low self efficacy for 
computing and therefore not select information technology as a career (Michie & Nelson, 2006).  
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In a study of women engineers, females experienced burnout at twice the rate of men, yet women 
attributed burnout in the profession to care responsibilities and lack of promotion, while men 
believed that a lack of competence, or undesirable personality traits were responsible for burnout 
(Ronen & Pines, 2008).  As such, in addition to retraining female employees, it may also be 
helpful to implement organizational strategies to support females and address organizational 
culture to become more accepting of female employees in non traditional fields.  Despite the 
potential issues of a lack of fit with a masculine work culture, this comment from a mature male 
construction worker in local government also suggests that the personal qualities of women may 
be beneficial to the outdoor workforce: 
...you try to show half these ... little upstarts they tell you where to go.  I’ve been driving this 
equipment for over 30 years... but... they don’t want any advice.  The only one I would exclude from 
that is a young female who started with us... She was good, she listened and learnt and now she is 
pretty good with most stuff. 
  
Conclusion  
 As a whole, ALGA employees seem to be very receptive to the idea of transitional 
employment as an opportunity to diversify and obtain economic benefits, with mature aged 
women particularly being  very  positive about this.. Several potential obstacles to transitional 
employment were identified for younger and mature aged women, and suggestions were made 
based on the study findings and previous literature for training and development to overcome 
these issues.  Women were considered to be at risk of having limited scope for career 
advancement due to the work culture of ALGA and their reduced labour force attachment 
compared to men.  Mature women were also educationally disadvantaged compared to older 
men.  It was recommended that women’s skills and qualifications be maintained via training and 
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development, with extra support for mature aged women.  Training and development for both 
younger and mature aged and women was proposed to maintain knowledge and skills and 
promote career paths to higher level professional and managerial roles, but may also to serve the 
additional purpose of redeployment to technical and blue collar occupations for some women.  In 
each group, the objective of training and development is the same, which is to support good 
health and continuous training and development and encourage participation in transitional 
employment.   
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Table 1 
Responses to Section 1 of the New Initiatives Survey, ages 16-45 versus 46+ 
 Age 16-45 (N=280) Age 46+ (N=788) 
 Male 
(36.3%) 
Female 
(63.7%) 
Overall 
(Younger) 
Male 
(56.5%) 
Female 
(43.5%) 
Overall 
(Older) 
Education Level 
University 
VET 
School 
Occupation Level 
Professional/ 
Managerial 
Administration 
Blue Collar 
 
47.9% 
36.5% 
15.6% 
 
 
51.5% 
15.5% 
33% 
 
44.2% 
41.8% 
13.9% 
 
 
43.3% 
49.4% 
7.3% 
 
45.6% 
39.8% 
14.6% 
 
 
46.4% 
36.8% 
16.9% 
 
43.9% 
39.8% 
16.3% 
 
 
56.1% 
11.7% 
32.3% 
 
33.1% 
34.4% 
32.5% 
 
 
43.6% 
48.5% 
7.8% 
 
39.3% 
37.4% 
23.3% 
 
 
50.8% 
27.4% 
21.8% 
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Table 2 
Interest in transitional employment and seeking career change 
Question 16-45  46-55+  Younger vs mature 
aged male 
 Female Male Female Male 2 
Interested in securing TE in the future? 81% 76% 88% 85% 2 =5.498 
Would like new career in TE. 13% 20% 5% 7% 2 =11.806 
Would like training and development if health/ skills make it difficult to undertake TE. 31% 46%  25% 2=12.946 
 
Note: p<.01 for all 2 tests.
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Table 3 
Willingness to undertake training, and preferred content and methods 
Question 16-45  Younger male 
vs female 
46-55+  Mature age male 
vs female 
Younger vs 
mature age 
female 
Younger vs 
mature age 
male 
 Female Male 2 Female Male 2 2 2 
Will need to undertake T&D for TE. 46% 57%  34% 33%   2=14.731 
T& D should provide formal qualifications/ 
recognition. 
 67%   35%   2 =12.583 
Formal qualifications/ recognition should be an 
optional outcome of T&D. 
 29%   56%   2 =9.584 
Interested in undertaking technical T&D.  11% 33% 2=7.550 8% 20%    
Interested in undertaking management T&D.   45%  37% 16% 2=12.470  2=14.790 
Interested in undertaking administration T&D.  40% 19% 2=16.946 33% 10%    
Prefer to develop skills face to face/ online 44%   65% 41% 2=11.446 2=6.642  
Prefer to develop skills in house (internal)    40% 22% 2=7.611   
 
Note: p<.01 for all 2 tests.
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Table 4 
Training delivery in the workplace 
 Question 16-45  46-55+ Mature age male vs 
female 
Younger vs mature age 
female 
Younger vs mature aged 
male 
 Female Male Female Male 2 2 2 
Skills T & D for TE throughout 
employment 
50% 46% 25% 28%  2 =26.860 2 =9.570 
Skills T & D for TE 5 years prior to 
retirement 
  7% 16% 2=11.230   
Skills T & D for TE When required 30%  46% 31% 2=13.677 2=8.551  
University should deliver T & D 38% 37% 24% 22%  2 =7.949 2 =6.596 
TAFE should deliver T & D 43% 47% 32% 27%   2=12.117 
In-house staff should deliver T & D   53% 40% 2=10.382   
 
Note: p<.01 for all 2 tests. 
